During the past few years, organizational commitment has been a major concern in different types of business activities including banking industry. In this paper, we present an empirical investigation to study the relationship between social entrepreneurship and organizational commitment. The proposed study of this paper adapts a standard questionnaire developed by Meyer and Allen [Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human resource management review, 1(1), 61-89]. Cronbach alpha has been calculated for affective commitment, employee engagement and normative commitment as 0.77, 0.79 and 0.61, respectively. The results of survey indicate that affective commitment, employee engagement and normative commitment have positively influenced organizational commitment, significantly. In addition, Freedman test has indicated that normative commitment is number one priority with mean rank of 2.85 followed by affective commitment with mean rank of 2.47 and employee engagement with the mean rank of 2.26.
Introduction
Today, the positive influence of entrepreneurship in the economy has been socially accepted. Entrepreneurs are able to provide efficient techniques to face with upcoming economic challenges and there are literally various studies on the effects of entrepreneurship on organizational performance (Landstrom, 2005) . Derakhshandeh (2013) , for instance, investigated the impact of entrepreneurship on growth of economy over the period [2005] [2006] [2007] [2008] [2009] [2010] [2011] . They also studied the effect of four factors including Gross domestic product per worker, Growth in capital per worker, New firm creation and Technological innovation intensity on economic growth. They reported that gross domestic product per worker was the only variable, which was statistically meaningful and the effect of other three variables including growth in capital per worker, new firm creation and technological innovation intensity were not statistically meaningful.
Intellectual capital is another important issue, which has significantly influenced organizational performance and identifying different methods to create, manage, and evaluate the effect of intellectual capital has become an open area of research. One of essential organizational capabilities, which help organizations create and share knowledge, is to implement knowledge to create competitive advantage. Darvish et al. (2013) investigated the impacts of intellectual capital on other components and their effects on organizational learning capability. They reported that human capital, relational capital and learning capabilities had positive impact on organizational performance. In addition, relational capital positively impacted learning capability and human capital influenced positively on relational capital. Azad and Majolan (2012) performed an empirical study on effects of knowledge management on organizational entrepreneurship. They reported that knowledge content was number one priority followed by knowledge tools and concept of knowledge (Lustri et al., 2007) . Abid et al. (2012) explored the authentic leadership styles of an entrepreneurs and its effects on employee's commitment and satisfaction. They reported that the opinion of employees' about authentic leadership could serve as the intoxicating analyst of employee job satisfaction and organizational commitment. Zakeri Nasrabadi et al. (2012) discussed three entrepreneurship opportunities including universities, technical and vocational centers and women. They explained that universities could educate highly skilled people and send them to business and they could create new ideas. Arab and Vakil Alroaia (2012) performed a comparative investigation of entrepreneurship in Iran and countries of Global Entrepreneurship Monitor. Vakil alroaia et al. (2012), in other work, used DEMATEL technique to categorize the entrepreneurial barriers in the industry of Iran in 2 groups of cause and effect. They also implemented fuzzy concept to handle any ambiguity on the feedbacks gathered from decision makers. They reported that two factors of "kind of management" and "organizational structure" were the most important factors. In addition, "legal obstacles" and "optimum use of financial resources" were at the highest degree of impression on business units.
The proposed study
In this study, we investigate the relationship between social entrepreneurship and organizational commitment among regular employees of Bank Mellat in city of Semnan, Iran. The proposed study considers the following three hypotheses, 1. There is a positive and significant relationship between affective commitment and employee social entrepreneurship.
2. There is a positive and meaningful relationship between employee engagement and social entrepreneurship.
3. There is a positive and meaningful relationship between normative commitment and social entrepreneurship. The study has been performed among all employee of Bank Mellat located in city of Semnan, Iran. The study uses organizational commitment questionnaire developed by Meyer and Allen (1991) .
Cronbach alpha has been calculated for affective commitment, employee engagement and normative commitment as 0.77, 0.79 and 0.61, respectively and these values are consistent with other studies.
The results
In this section, we present details of our finding on testing various hypotheses of this survey.
The main hypothesis: Social entrepreneurship and organizational commitment
The main hypothesis of this survey investigates the relationship between social entrepreneurship and organizational commitment. Table 1 demonstrates the results of our survey. As we can observe from the results of Table 1 , there is a strong and positive relationship between social entrepreneurship and organizational commitment when the level of significance is one percent. Therefore, the main hypothesis of the survey has been confirmed.
The first hypothesis: Affective commitment and social entrepreneurship
The first sub-hypothesis of this survey investigates the relationship between affective commitment and social entrepreneurship. Table 2 demonstrates the results of our survey. As we can observe from the results of Table 2 , there is a strong and positive relationship between social entrepreneurship and affective commitment when the level of significance is one percent. Therefore, the first sub-hypothesis of the survey has been confirmed.
The second hypothesis: Employee engagement and social entrepreneurship
The second sub-hypothesis of this survey investigates the relationship between employee engagement and social entrepreneurship. Table 3 demonstrates the results of our survey. The result of Table 3 also confirms that there is a strong and positive relationship between social entrepreneurship and employee engagement when the level of significance is one percent. Therefore, the second sub-hypothesis of the survey has been confirmed.
The third hypothesis: Normative commitment and social entrepreneurship
The third sub-hypothesis of this survey investigates the relationship between normative commitment and social entrepreneurship. Table 4 demonstrates the results of our survey. Finally, the result of Table 4 confirms that there is a strong and positive relationship between normative commitment and employee engagement when the level of significance is one percent. Therefore, the third sub-hypothesis of the survey has been confirmed. We have also performed Freedman test to rank three components of the survey. Based on the results of Freedman test, normative commitment is number one priority with mean rank of 2.85 followed by affective commitment with mean rank of 2.47 and employee engagement with the mean rank of 2.26.
Conclusion
In this paper, we have presented a study to investigate the relationship between social entrepreneurship and organizational commitment among employees of Bank Mellat in city of Semnan, Iran. The study has adopted a standard questionnaire designed by Meyer and Allen (1991) and, through different questions in Likert scale, it has verified that all affective commitment, employee engagement and normative commitment have positively influenced organizational commitment, significantly. In addition, Freedman test has indicated that normative commitment is number one priority with mean rank of 2.85 followed by affective commitment with mean rank of 2.47 and employee engagement with the mean rank of 2.26.
